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As the co-founder of Talent Collective, an organization focused on helping progressive companies 
develop, grow and reward their talent, Annika Reinhardt creates compensation strategies that are 
values aligned and don’t break the bank. Annika is a Certified Compensation Professional with a 
Masters Degree in Project Management and 10+ years of experience in learning and development at 
organizations such as Kwantlen University, BC Hydro, and Intrawest. Today, she spends most of her 
time building strategic compensation plans with growing tech companies across Canada and can also 
be found advocating for equal pay and pay transparency on news outlets such as CBC, CTV and the 
Globe & Mail.  

Elizabeth (Libby) Stewart is a Talent Specialist with a background in Business Psychology. Her 
experience spans Career Coaching, Human Resources, Organizational Development, Leadership 
Development, Psychometric Assessment, Board Advisory & most recently, specializing in Performance 
Management as the Head of Professional Services & Research with 7Geese where she is able to 
nurture her love for all things culture, development and performance. She is curious, passionate and 
driven by science. Her background in business psychology and research, coupled with years of 
partnering with a hugely diverse client base around their people needs, has cemented her love for both 
the science and art of driving and motivating companies to unlock their people potential. She is driven 
by empowering these individuals and teams to thrive at work and see companies reap the very 
tangible business benefits of genuinely investing in their people. 



Thoughts On Diversity & Inclusion…

In a relationship 
Engaged 
Married 
It’s complicated 
Divorced



It Appears We’ve Come 
A Long Way…



But We Still Have A Long Way To Go…



The Pay Transparency Spectrum

Source: Payscale, 2018
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Gaining Clarity: Compensation Review & Analysis 

Approach 
• Sample / 

Population Size 
• Data collection 
• Data analysis 

 

Analysis 
• Compensation 

Practices 
• Employee feedback 
• Pay gap 

 

Results & Action 
• Priorities 
• Feasibility 
• Actionable 

 



What we found out about Fair Pay, 
Equal Pay and Pay Equity



Employee Feedback on Fair Pay



Employee Feedback on Fair Pay (Cont.)



Gender Representation

All Employees

Leadership Team

80% 20%

BC Tech

90% 10% 66% 33%

63% 37%

7Geese

Source: WiT 2018 Report



Unadjusted Pay Gap

7Geese

and

is 17%

Canada Tech

and

is 18%

Canada

and

is 25%

Source: canadianwomen.org and  honeypot.io/women-in-tech-2018

http://canadianwomen.org
http://honeypot.io/women-in-tech-2018


Adjusted Pay Gap

The adjusted pay gap between  
the median base salary of 

and

is 26%

for 
TECHNICAL JOBS 

and

is 20%

on the 
LEADERSHIP TEAM 

and

is 8%

for 
NON-TECHNICAL JOBS 



Actions We Are Taking

• Review current salary structure & 
assess where in the range employees 
are positioned and why 

• Use career success profiles to help 
employees understand how to grow 
and develop in their jobs and in the 
organization 

Now Now Future

• Leverage power of inclusion to drive 
more diversity for future hiring, 
especially in technical jobs 

• Commit to conducting an annual pay 
analysis and internal reporting to track 
and monitor progress 



What we found out about Compensation 
Communication & Conversations



Employee Feedback on Compensation Communication



Employee Feedback on Compensation Conversations

Very comfortable Very uncomfortable



Pay Gap - Salary Increases

The gap of received median base salary  
increases between

and

is 1%

that  
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and

is 0%

that  
NEGOTIATED NEGOTIATORS

is 50%

and

NON - 
NEGOTIATORS



Actions We Are Taking

• Develop compensation philosophy and 
clearly communicate it 

• Refine salary review process as it 
relates to market and performance 
based adjustments to ensure clarity 
and remove ambiguity 

Now Now Future

• Train managers and employees on 
how to have meaningful & open 
compensation conversations  



Ready for Action? Questions You Should Ask

• Are employees clear on… 

why you compensate and reward them the way you do? 

your pay structure, how it’s developed and maintained? 

how base salaries are reviewed and adjusted? 

• Are managers equipped with the information they need to have meaningful compensation 

conversations? What about employees? 

• Are you employees perceiving your compensation approach as fair? 

• Do you have a process of identifying potential pay and diversity gaps in our company?
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